The 100-Day Action Plan
Action plans, specifically 100-day action plans, have been described previously; however, literature focuses on general management rather than pharmacy or health care. Although certain practices have been found anecdotally helpful, there is little literature within the pharmacy community regarding new manager onboarding within the first 100 days. Components of a 100-day action plan should be multifocal to achieve the ultimate goals of allowing the manager to feel comfortable in their role, exposing the new manager to the human and operational dynamics of the department and organization, and acceptance of the new manager by the various teams important to the department. The 100-day action plan, while individualized, should include key objectives, an outline of a schedule, a communication plan for those involved in your work unit, and a plan to understand the financial, operational, and personal aspects of the department or organization (for example, see Figure 1 ).
Circles of Influence
In his book The 7 Habits of Highly Effective People, Stephen Covey explains that proactive people focus efforts on their Circles of Influence. 1 Developing relationships with individuals within your circles of influence should be a key objective within the first 100 days. Your circle of influence, at least in the beginning, will be estimated and may change, but should include individuals within and outside of the managed work unit that have a vested interest in the area.
Supervisor
Initial one-on-one meetings with the direct supervisor should be one of the first steps toward developing the 100-day action plan. It is important to note that the direct supervisor may already have a 100-day action plan well prepared, while others will expect the new manager to develop it. During initial meetings with the direct supervisor, it is imperative to assess 4 things: the situation of the department, the expectations of the department, the types and locations of resources available to you, and the style of communication expected between the new manager and the direct supervisor. Understanding the department's specific areas of need, as each department is unique, and the supervisor's expectations are key to being successful within the first 100 days. sessions. Initially, one-on-one meetings with direct reports may be more formal with scripted questions. Building a genuine relationship with the individuals on the team is one of the main objectives of the first 100 days. One should understand their background, what they want to change and what they do not want to change, their biggest fear or apprehension, and advice they have for you moving forward. Depending on the size of the new manager's team, one-onone meetings should generally begin to occur within the first 2 weeks, but may be spread out over the next 4 weeks. Oneon-ones will ideally continue monthly thereafter, but at least quarterly with each employee. Team meetings are also an avenue to broadly communicate expectations and learn the culture of the area.
Key Objectives

Schedule
Circles of Influence
Intradepartmental
Communication between departments or work units is essential to a high-functioning organization. Time, whether monthly or an initial one-on-one, should be set up between those who have similar goals or management areas. Some organizations may have pathways set up for directors or vice presidents of other departments to give an overview of their services to new managers, while others may leave it up to the new manager to schedule. In either situation, 30-to 60-minute meetings with leaders of departments outside of pharmacy build a foundational relationship that can further develop long-term.
Learning Operations
Staffing or shadowing should be completed within the first 100 days. The new manager should first attempt to grasp the various types of jobs within the work unit to effectively plan out job shadowing or training. An entry-level manager's goal is to feel comfortable staffing their areas of oversight as needed or required. All department-required training and competencies for individuals to carry out staffing should be followed to learn the process and to earn the right to staff. As a training or shadowing calendar is prepared, share it with the direct supervisor and the staff within the department to ensure the expectations of time in each area are appropriate. For a higher level management position, shadowing or departmental rounding will be the main focus during the first 100 days. While it may not be necessary to understand the details within the operations, it is beneficial to understand the responsibilities within the areas and how they work together. A thorough understanding of the organizational structure and culture is also a goal within the first 100 days regardless of the management position. This type of learning may best be learned through the relationships developed with the identified Circles of Influence.
Future Planning and Direction
Within the individual and team meetings, staffing, and shadowing experiences, the new leader will make notes of items that will be small wins, questions to look into further, and larger projects to be completed. The small win items are tasks that can be accomplished with low effort but have high impact. These can be completed in the first 100 days to gain the trust and credibility of staff and the supervisor. Larger project ideas help the leader begin to plan for the future once they understand the current state. Going into a new role with a set plan and agenda for the future will likely be met with resistance as the trust of the direct reports has not been built, so it is best to first understand the area's needs before building the strategic direction.
Measurements of Success
With few agreed upon outcomes of success for managers within the first 100 days, measurements should be based on discussions with direct reports, supervisors, and colleagues. Goals for the first few months should be clear, concise, simple, and realistic. They should be thoroughly vetted between the new manager and their supervisor to ensure the desired outcomes are achieved. At minimum and above all else, the goal for the new manager should be to feel comfortable in the new role.
Conclusion
The 100-day action plan acts as a guide for individuals in a new leadership position and is tailored to each institution and type of position. The structure within the first 100 days will assist the new manager with getting to know the culture and needs of their areas to set up for a successful transition into the new role.
